INTRODUCTION
Workplace deviance has become the focus of an increasing number of research studies (e.g., Colbert, Mount, Harter, Witt, & Barrick, 2004; Sackett & DeVore, 2001 ). Workplace deviance is defined as "voluntary behavior that violates significant organizational norms and in so doing threatens the well-being of an organization, its members, or both" (Robinson & Bennett, 1995:556) . Examples of deviant behavior include withholding effort, stealing, and acting rudely to coworkers. Robinson and Bennett (1995) identified two primary types of workplace deviance. Interpersonal deviance is targeted at members of the organization and includes behaviors such as saying something hurtful or acting rudely to a coworker. Organizational deviance is directed at the organization and includes such actions as stealing and withholding effort.
Given the prevalence and substantial costs of deviant behavior, most research has focused on identifying its antecedents. Contemporary research has focused on two main categories of antecedent variables: individual differences and reactions to organizational experiences (Bennett & Robinson, 2003) . Individual difference research has conceptualized deviant behavior as a reflection of different personality traits (e.g., low conscientiousness) or examined how personality traits moderate the relations of other variables with deviance (Cullen & Sackett, 2003) . In contrast, the literature on reactions to workplace experiences have cast deviant behavior as motivated by the need to express one's displeasure with organizational experiences and/or to reconcile perceived disparities between how one behaves and how one is treated by the organization and its members (Bennett & Robinson, 2003) . In this study, we focus on individual differences namely benevolent leadership (as a leadership style), psychological capital and psychological ownership to assess whether they relate to levels of interpersonal deviant behaviors. Benevolent leadership refers to leaders treating followers as family members, showing concern for followers' well-being in both the work domain and private life (Wang & Cheng, 2010) . Interpersonal deviance is a form of counterproductive workplace behavior that is directly harmful to other individuals within an organization (Bennett & Robinson 2000) . As defined by Avey, Luthans, & Jensen (2009) , psychological capital refers to "an individual's positive psychological state of development" and is characterized by an individual's level of confidence (self-efficacy), optimism, striving towards goals (hope) and resiliency. Finally, psychological ownership is the psychologically experienced phenomenon in which an employee develops possessive feelings with his/her workplace.
The aim of this study
This study aims to examine the mediating effects of psychological processes (psychological capital and psychological ownership) on the relationship between department chairs' benevolent leadership and faculty members' interpersonal deviance. The research questions of this study are:
1. Are department chairs' benevolent leadership behaviors related to faculty members' interpersonal deviance behaviors? ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/ 2. Do psychological capital and psychological ownership mediate the relationship between benevolent leadership and interpersonal deviance?
It has the potential to make several contributions to the deviant employee behavior literature and broader organizational behavior field. First, it is a response to the call for more research on psychological factors that may serve as mediators, moderators, or even antidotes to deviant behavior and their effects (Colbert et al., 2004; Robinson & Bennett, 1995) . Second, given that psychological factors and individual differences variables are central to most models of deviant employee behavior (Judge, Scott, & Ilies, 2006) , it is important to examine the direct and mediating effects of psychological factors in a single study.
Therefore, the pursuit of the identification of the major psychological factors leading the employees to deviant behaviors gives us some concrete ideas in terms of possible remedies for both faculty members and educational institutions.
Benevolent leadership and interpersonal deviance
Benevolent leadership can be stated as a form of individualized care within a work domain, such as allowing opportunities to correct mistakes, avoiding the public humiliation of subordinates, providing coaching and mentoring, striving to solve subordinates' work problems and showing concern for subordinates' career development. It can also be expressed as a form of individualized care within a non-work domain, such as treating subordinates as family members, helping subordinates during their personal emergencies, and showing holistic concern beyond professional relationships (Wang & Cheng, 2010) .
Benevolent leadership is effective in increasing subordinates' productivity because it makes subordinates feel obligated to reciprocate and obey the leader (Farh, Cheng, Chou, & Chu, 2006) . Previous studies consistently revealed that benevolent leadership strongly promotes subordinates' deference to, gratitude to, and identification with the leader (e.g., Cheng, Chou, Wu, Huang, & Farh, 2004; Farh et al., 2006) . Literature on paternalistic leadership also evidenced the positive effect of benevolent leadership on a variety of favorable subordinate outcomes, such as satisfaction with the leader, organizational commitment, job performance, and organizational citizenship behavior (Wang & Cheng, 2010) .
Belongingness theory (Baumeister & Leary, 1995) suggests that one of the primary human drives is the need to belong, or to form strong positive interpersonal relationships. The need to belong is a powerful, fundamental human need that individuals constantly strive to satisfy (Baumeister & Leary, 1995) ; when one's sense of belonging is thwarted (i.e., lower than desired), this can result in adverse reactions such as high interpersonal deviance (Thau, Aquino, & Wittek, 2007) . Consistent with belongingness theory, research about benevolent leadership suggests that it encourages employees engage in more extra-role behaviors and commitment to their organizations which are the end-results of employees' need to belong, or to form strong positive interpersonal relationships, which in turn, lead to low levels of interpersonal deviance. Therefore, it is expected that benevolent leadership will cause a decrease in follower deviance behaviors.
Hypothesis 1: Benevolent leadership is negatively related to interpersonal deviance.
The mediating effects of psychological capital and psychological ownership
Psychological capital can be defined as an individual's positive psychological state of development that is characterized by: (1) having confidence (self-efficacy) to take on and put in the necessary effort to succeed at challenging tasks; (2) making a positive reference (optimism) about succeeding now and in the future; (3) persevering toward goals and, when necessary, redirecting paths to goals (hope) in order to succeed; and (4) when beset by problems and ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/ 110 adversity, sustaining and bouncing back and even beyond (resilience) to attain success (Luthans, Youssef, & Avolio, 2007) .
We propose that benevolent leadership is related to psychological capital. For example, benevolent leaders could analyze all relevant information received from inside and outside the organization and then openly share that information with employees. Benevolent leaders could also solicit views from employees and then utilize their ideas to strengthen them (Gardner, Avolio, Luthans, May, & Walumba, 2005) . Kirkman and Rosen (1999) argued that when leaders utilize employees' ideas, employees become more confident in their abilities. In other words, leaders sharing information provide employees with opportunities to develop collective intuition, expand their knowledge, learn from each other, and acquire new skills. This, in turn, raises employees' individual efficacy (Jones & George, 1998) , a key component of psychological capital (Luthans, Youssef, & Avolio, 2007) . In addition to efficacy, each of the other psychological resource components of hope, optimism, and resilience that make up psychological capital may also contribute to the relationship between benevolent leadership and psychological capital.
Benevolent leaders are described as having the ability to remain realistically hopeful, even when they encounter extremely difficult situations (Karakas & Sarigollu, 2011) . They are more likely to stick closer to objective information in building employees' hope. Thus, over time, benevolent leaders are viewed as a more credible source of input and feedback to their followers when a significant challenge or problem arises. They also are likely to achieve this through their honest character, their focus on employee involvement, strength development, and participation (Karakas, 2009 ). Thus, these benevolent leadership characteristics and actions all seem fundamental to nurture hope and, in turn, psychological capital.
Benevolent leaders can also increase employees' optimism through modeling. They can influence employees' optimism by increasing their awareness and understanding about the importance of organizational goals and success. By doing so, benevolent leaders model desired followers' behavior. Benevolent leaders are more likely to exhibit enhanced active and adaptive coping skills and are less likely to adopt avoidant coping styles when faced with challenges or setbacks (Luthans & Avolio, 2003) . When leaders use active, adaptive, and positive approaches toward problem solving, they are more likely to motivate and challenge group members to do the same (Peterson, 2000) , resulting in high levels of optimim and thus enhanced psychological capital.
Finally, benevolent leaders should be able to enhance followers' resiliency by moving positive goals to the forefront of their awareness (Masten & Reed, 2002) . Such a genuine focus over time should build credit for leaders who are able to tap into their reserves of psychological resources (Masten & Reed, 2002) in order to sustain employees through periods of adversity and challenge. These developmental strategies are likely to contribute to benevolent leaders' ability to influence employees' resiliency and, thus, their psychological capital. Moreover, because of their heightened self-awareness, benevolent leaders understand what they are capable of accomplishing (Gardner et al., 2005) . They are more likely to be role models of resiliency for their followers. This perspective is supported by social learning theory (e.g., Bandura, 1977) which suggests that employees may emulate the values and behaviors of influential role models.
On the other hand, psychological capital is proposed to be negatively related to interpersonal deviance. The individual components of psychological capital can specifically be contrasted with deviance. Snyder (2002) suggests that hope is driven toward the twin positive outcomes of goal accomplishment and finding ways to accomplish individual and organizational goals. By nature, then, deviant behaviors are contrary to these goals and, therefore, not behaviors that are normally exhibited by those high in hope. Resilience is directed toward positive adaptation in the face of adversity. Therefore, those high in resilience are looking for ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/ positive reactions and adaptations, not negative emotions and cynicism. Hence, deviant behaviors are clearly not in the category of positive adaptations and, therefore, are not likely by those high in resilience.
Self-efficacy is directed toward gathering the needed motivation and confidence toward succeeding at a given task. In opposition, deviant behaviors are clearly behaviors that are aimed more toward demotivation of an individual relative to organizational goals. Therefore, these behaviors are clearly not behaviors displayed by individuals who are looking to succeed at a given task. Lastly, optimists have a generally positive orientation toward the future. Given that deviant behaviors by nature are geared toward a negative result, they are clearly not behaviors normally displayed by people high in optimism (Norman, Avey, Nimnicht, & Pigeon, 2010) .
Therefore, we argue that psychological capital acts as a mediator through which benevolent leadership influences interpersonal deviance.
Hypothesis 2. Employee perceptions of psychological capital mediate the relationship between benevolent leadership and interpersonal deviance.
O' Reilly (2002, p. 19 ) noted "when managers talk about ownership, what they typically want to instill is not financial ownership but psychological ownership -a feeling on the part of the employees that they have a responsibility to make decisions that are in the long term interest of the company." Psychological ownership is defined as "the state in which individuals feel as though the target of ownership or a piece of that target is theirs," and reflects "an individual's awareness, thoughts, and beliefs regarding the target of ownership." The target of ownership in the workplace can be tangible or intangible, and examples of targets are a novel idea, a strategic initiative, or a specific project and its implementation (Avey, Wernsing, & Palanski, 2012) .
Benevolent leaders are those who are perceived to genuinely care about their subordinates and convey authentic concern in relationships (Caldwell & Hayes, 2007) . In turn, subordinates that perceive their leaders as benevolent are also more likely to reciprocate this care, concern and equity by being motivated to work harder, persist longer, engage in extra-role behaviors (i.e., OCBs), and higher psychological ownership (Burke, Sims, Lazzara, & Salas, 2007) .
In addition to equity concerning employee rights, benevolent leaders are more likely to demonstrate and promote accountability among followers (Karakas, Sarigollu, & Manisaligil, 2013) . Leaders who are consistently accountable for their actions may be viewed as having a higher level of integrity and trusted to stand by their actions. Based on the tenets of social learning theory (e.g., Bandura 1977) , employees learn the process of accountability through direct and indirect experiences such as observing ethical leaders hold people accountable for results and how results are achieved. These observations and interactions among employees provide a form of social information that, over time, creates the norms for social behaviors in this group (Salancik & Pfeffer, 1978) . In addition, employees are held accountable, and directly experience the enforcement of standards held by the leader for the group. Thus, employees of benevolent leaders are more likely to hold each other and themselves accountable, which is an aspect of psychological ownership.
The third mechanism for how benevolent leaders promote psychological ownership in followers is through fostering norms that promote an environment of belongingness for employees. Niu, Wang, and Chang (2009) suggest benevolent leaders pay attention to individuals by listening to their employees thereby giving them a voice in their daily work environment. As implied in the job characteristics model, and further by Avey, Avolio, Crossley and Luthans (2008) , employees who are listened to and have input into their work environment are more likely to feel that they belong in the organization as a whole and the work group specifically. Contrarily, employees who are ignored and isolated emotionally detach from the organization and do not feel as though they belong. Therefore, when benevolent leaders seek to include followers through keeping their best interests in mind and listening to their concerns, they foster an environment where employees can feel this sense of belongingness, a core component of psychological ownership.
When employees feel ownership in an organization, they tend to engage in positive behaviors driven by the sense of responsibility accompanying feelings of ownership. The transactional exchange between employees and their organization is such that the organization satisfies the needs of participants, who in turn reciprocate by developing feelings of ownership, a corresponding sense of responsibility, and lower interpersonal deviance (Avey, Luthans, & Jensen, 2009 ). Therefore, we expect psychological ownership to serve as a mediator through which benevolent leadership influences interpersonal deviance. This study was completed between 9 January -24 February 2017. A cluster randomsampling method was used to select the sample. In this sampling method, first, all the universities in Turkey were stratified into seven strata according to their geographic regions. Then, universities in each stratum were proportionally selected by a cluster random sampling; faculty members working at the selected universities comprised the study sample. The sample for this study consisted of 3 universities from Marmara Region, 3 universities from the Central Anatolia Region, 2 universities from the Aegean Region, 2 universities from the Mediterranean Region, 1 university from the Black Sea Region, 1 university from the Eastern Anatolian Region and 1 university from the Southeastern Region of Turkey. A research team consisting of 6 research assistants visited the universities in this study and received approvals from the deans of economics and administrative sciences, fine arts, engineering and education to distribute the questionnaires. Participants were told that the study was designed to collect information on the deviant behaviors and perceptions of their relationship with superiors (department chairs) in the higher education workforce. They were given confidentially assurances and told that participation was voluntary. The questionnaires were collected immediately.
A randomly selected group of faculty members from randomly selected departments completed the benevolent leadership, psychological capital and psychological ownership scales (73-99 faculty members per university, totaling 1190 out of 1300 participants). Those faculty members' immediate superiors (department chairs) completed the interpersonal deviance scale (3-9 department chairs per university, 78 department chairs in total). Department chairs' reports of interpersonal deviance were used instead of faculty members' reports in order to avoid samesource bias when examining psychological capital and psychological ownership's relationships with deviant behaviors and department chairs' benevolent leadership behavior relationship. 47 percent of the faculty members were female with an average age of 36.79 years. Moreover, 60 ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/ percent of the department chairs were male with an average age of 39.13 years. The response rate was 91.54 percent in the study.
Measures
Benevolent leadership. Eleven items of Cheng, Chou, & Farh's (2000) benevolent leadership scale were used to test leader benevolence. Their scale's internal reliability coefficient was 0.94. Their sample consisted of 605 low-to mid-level managers and employees from 60 Taiwanese companies. On a 6-point Likert-type scale that ranges from 1, "not at all," to 6, "frequently," the employees reported the frequency of perceiving their supervisors' benevolent behavior. Sample items include "my supervisor tries to understand the cause when I do not perform well," and "my supervisor will help me when I am in an emergency." Turkish adaptation of the Benevolent Leadership scale was carried out by Okten and Cenkci (2012) . Their scale's internal reliability coefficient was 0.94. Their sample consisted of 227 MBA students in a foundation university in Turkey. The result of exploratory factor analysis showed that Turkish version of the benevolent leadership scale has a single factor structure. In this study, the Cronbach's α of this measure was 0.89.
Interpersonal deviance. Employees' supervisors completed the seven-item Bennett and Robinson (2000) Interpersonal Deviance scale. Their sample consisted of 352 employees in service companies in USA. Their scale's internal reliability coefficient was 0.78. Each item was rated on a 5-point Likert scale (ranging from 1 (strongly disagree) to 5 (strongly agree). Sample items include "Made fun of someone at work", "Said something hurtful to someone at work" and "Acted rudely toward someone at work." Turkish adaptation of the Interpersonal Deviance scale was carried out by Iyigun and Cetin (2012) . Their sample consisted of 510 sales representatives in 10 drug manufacturing companies in Turkey. Its exploratory factor analysis showed a single factor structure with internal reliability coefficient of 0.67. Their sample consisted of 503 sales representatives in Turkey. In our study, the Cronbach's α of this measure turned out to be 0.90. Psychological capital. It was measured using Luthans, Youssef, & Avolio's (2007) "the psychological capital questionnaire" or PCQ. The 24-item PCQ (6 items for each subscale of hope, resilience, optimism, and efficacy) has responses put into a six-point Likert-type scale with categories ranging from 1 (strongly disagree) to 6 (strongly agree). Sample items include: "At the present time, I am energetically pursuing my work goals" (hope); "I can get through difficult times at work because I've experienced difficulty before'' (resiliency); ''I feel confident contacting people outside the company (e.g., suppliers, customers) to discuss problems'' (self-efficacy); and "When things are uncertain for me at work, I usually expect the best" (optimism). Their scale's internal reliability coefficient was 0.89. Their sample consisted of 364 employees from a wide cross-section of industries including manufacturing, service, sales, and government. To get a composite PsyCap score, all six responses for each of the four subscales were summed and averaged to first get a subscale composite average for each of the four subscales. Then, the averages for each of the four subscales were added together and averaged to get a composite average for each subject's PsyCap score. Turkish version of the PCQ was carried out by Cetin and Basim (2012) . Their sample consisted of 235 first and middle-level managers at the ministries in Turkey. It revealed a valid and reliable factor structure with four subscales with internal reliability coefficient of 0.91. In our study, the Cronbach's α for this measure came out to be 0.86. reliability coefficient was 0.90. Their sample consisted of 845 employees with their immediate superiors. As this instrument's items were originally developed in English, they were translated into Turkish by an academic who was bilingual in Turkish and English. Following Brislin's (1980) translation-back-translation procedure, we obtained a back-translation from another bilingual academic to ensure that the English and Turkish versions of the items were comparable at a high degree of accuracy. We then pilot-tested the Turkish version using 50 faculty members. Based on feedback from the pilot test, we reworded a few items to ensure clarity. In this study, the psychological ownership instrument yielded an adequate internal reliability (α = 0.92).
Control variables.
Participants' age, gender and organizational tenure (in years) were controlled since prior research has found them to be significant predictors of interpersonal deviance (Thau et al. 2009 ). Therefore, their omission when examining the influence of benevolent leadership on interpersonal deviance could potentially bias the regression results. We therefore included participants' age, gender and tenure as controls in all our analyses.
Before the data analysis, we performed a confirmatory factor analysis. First, we examined whether or not the assumptions of confirmatory factor analysis were met. According to Tabachnick and Fidell (2007) , there are five assumptions for confirmatory factor analysis. These are; sample size and missing data, normality, outliers, multicollinearity and singularity, and residuals. The adequate sample size for confirmatory factor analysis is defined as minimum 16:1 ratio (sample size: observed variable) in Tabachnick and Fidell (2007) . The current study has the sample size of 1190 and the observed variables are benevolent leadership, interpersonal deviance, psychological capital and psychological ownership. So the ratio of sample size to observed variable is 298:1 (1190:4). So the sample size is adequate for the study. The missing values were replaced with series mean, so there were no missing values. For multicollinearity, it is the simplest way to run correlations (Pallant, 2007) . If the correlations are above 0.80, it will be considered removing the cases. All correlations are significant and below 0.80. For normality assumption, skewness and kurtosis values were checked. All the values are between -2 and +2, so it was concluded that normality assumption was met. Univariate outliers were checked by using boxplots as described in Pallant (2007) . There were six outliers. They were excluded from the study. Additionally, multivariate outliers were checked by using Mahalanobis distances again as explained in Pallant (2007) . No case was evaluated as multivariate outlier. After the assumptions of confirmatory factor analysis were met, we performed a confirmatory factor analysis to assess the convergent and discriminant validity of our constructs: benevolent leadership, psychological capital, psychological ownership and interpersonal deviance, using the item parceling method that is recommended by Bagozzi and Edwards (1998) . The constructs were randomly modeled by one and three parcels, respectively. We performed a confirmatory analysis using AMOS 20.0 to test whether the four-dimensional model fits our data. The results show good support for the hypothesized model. Each item loaded significantly with its intended factor. With the specified items loading on their respective dimension, the four-factor structure yielded a good fit (χ2/df=2.19, CFI=0.96, TLI=0.94, GFI=0.89, NNFI=0.96, AGFI=0.95, SRMR=0.04, RMSEA=0.05).
Data Analysis
In the analysis of the data, Statistical package program (SPSS 21.0) was used. To determine if psychological capital and psychological ownership mediated the relationship between benevolent leadership and interpersonal deviance in this study, we followed procedures for testing multiple mediation outlined by MacKinnon (2000) ; a straightforward extension of Baron and Kenny's (1986) causal step approach. First, the independent variable (benevolent leadership) should be related to the dependent variable (interpersonal deviance) and it is in this step that we test Hypothesis 1. Second, the independent variable (benevolent leadership) should ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/ be significantly related to the mediator variables (psychological capital and psychological ownership). Finally, the mediating variables (psychological capital and psychological ownership) should be related to the dependent variable with the independent variable (benevolent leadership) included in the equation. It is in this step that we test Hypotheses 2 and 3. If the first three conditions hold and the beta weights for the independent variable (benevolent leadership) drops from step 2 to step 3 but remains significant, partial mediation is present. If the independent variable (benevolent leadership) has an insignificant beta weight in the third step, and the mediator (psychological capital and psychological ownership) remains significant, then full mediation is present.
FINDINGS
The purpose of this study is to examine the mediating effects of psychological capital and psychological ownership on the relationship between department chairs' benevolent leadership and faculty members' interpersonal deviance. Table 1 shows the means, standard deviations and correlations of the study variables. In this study, the Cronbach's α was 0.89 for benevolent leadership, 0.90 for interpersonal deviance, 0.86 for psychological capital and 0.92 for psychological ownership. All the scales used in this study yielded adequate internal reliabilities. As shown in the Table 1 , all relationships are in the predicted directions. Relevant to our hypotheses, benevolent leadership is negatively and significantly related to interpersonal deviance (r = -.37, p < .001) and positively related to psychological capital (r = .29, p < .01), and psychological ownership (r = .26, p < .01). In addition, Table 1 shows that both psychological capital and psychological ownership are negatively and significantly related to interpersonal deviance (r = -.32, p < .001; r = -.34, p < .001 respectively). Table 2 (model 2) show that benevolent leadership is significantly and negatively related to interpersonal deviance (β = -.36, t= 5.56, p <.001), thus providing support for the direct effect of benevolent leadership on deviance (Hypothesis 1). As the mediation hypotheses in this study imply that benevolent leadership is related to both psychological capital and psychological ownership, the first part of the second step in the mediation analysis involved regressing psychological capital, psychological ownership and the control variables on benevolent leadership. The results in Table 2 indicate that benevolent leadership has significant, positive relationships with both psychological capital (β = .27, t= 4.14, p <.01) and psychological ownership (β = .23, t= 3.45, p <.01), thus offering support for the main effects of benevolent leadership on psychological capital and psychological ownership.
The results presented in
In addition, in forwarding the mediation hypotheses, negative relations between psychological capital and psychological ownership and interpersonal deviance was presumed. The second part of the second step of the mediation analysis, therefore, involved regressing interpersonal deviance on psychological capital and psychological ownership. Rather than performing a separate regression analysis for each mediating variable, psychological capital and psychological ownership, all variables were simultaneously entered in a single regression analysis to correct for any multicollinearity problems. Results reported in Table 2 (model 3) confirm the two presumed relationships. They indicate that psychological capital has a significant, negative relationship to interpersonal deviance (β = -.31, t= -4.65, p <.001) and show that psychological ownership is negatively related to interpersonal deviance (β = -.33, t= -5.06, p <.001).
In the final step of the mediation analysis, interpersonal deviance was regressed on benevolent leadership, psychological capital, psychological ownership and the control variables. As predicted, results (model 4) indicate that the significant relationships between benevolent leadership and interpersonal deviance become non-significant when psychological capital and psychological ownership are entered into the equation (β = .10, n.s.). At the same time, the effect of psychological capital (β = -.29, t= -4.35, p <.01) and psychological ownership (β = -.32, t= -4.93, p <.001) on interpersonal deviance remained significant. Complementing the causal step approach, a Sobel test was conducted to determine the significance of the mediated effect of benevolent leadership on interpersonal deviance via psychological capital and psychological ownership. The results confirm the mediating effects of psychological capital (z = 3.13, p < .001) and of psychological ownership (z = 3.39, p <.001). Together, these results suggest that psychological capital and psychological ownership mediate the relationship between benevolent leadership and interpersonal deviance, a pattern of results that supports Hypotheses 2 and 3. However, psychological capital has a small effect and psychological ownership has a moderate effect on interpersonal deviance as suggested by Cohen (1988) who states that relationships with a correlation coefficient larger than 0.3 or 0.5 are defined as moderate or strong, respectively.
DISCUSSION and CONCLUSION
In this study, we analyzed a theory-driven model of the effect of benevolent leadership on an undesired outcome (interpersonal deviance) that is mediated by the employees' perceptions of psychological capital and psychological ownership. Following Hofmann, Morgeson, and Gerras (2003) , we used ordinary least squares (OLS) regression to estimate the effect sizes for the models because the overall R2 values in OLS provide an unbiased assessment of the percentage of the variance accounted for by the main and mediation effects. The mediating roles of psychological capital and psychological ownership were analyzed by using procedures for testing multiple mediation outlined by MacKinnon (2000) ; a straightforward extension of Baron and Kenny's (1986) causal step approach.
The results of this study revealed that benevolent leadership was negatively related to interpersonal deviance and both psychological capital and psychological ownership fully mediated the negative relationship between benevolent leadership and employee deviant behaviors. Findings are consistent with previous research suggesting that benevolent leadership is more likely to cause lower interpersonal deviance (Cheng et al., 2004; Farh et al., 2006; Thau, Aquino, & Wittek, 2007) , higher psychological capital (Gardner et al., 2005; Karakas & Sarigollu, 2011; Karakas, 2009; Masten & Reed, 2002) and higher psychological ownership (Caldwell & Hayes, 2007; Burke et al., 2007 , Karakas, Sarigollu, & Manisaligil, 2013 Niu, Wang, & Chang, 2009 ).
The results of this study revealed that more benevolent leadership behavior is likely to decrease employees' deviant behaviors. As the leaders use more benevolent leadership behavior, trust and satisfaction between the leader and employees rises. Such trust and satisfaction in leader has proven to be an important component in predicting various behavioral and performance outcomes such as organizational commitment, involvement and higher performance (Dirks & Ferrin, 2002) . Dirks and Ferrin's (2002) study investigated the relationship between trust in leadership and behavioral and performance outcomes. As employees trust and confide in their leaders, they become more willing to openly communicate with him / her, feel that it is safe to bring up new ideas and take risks involved in coming up with ideas that basically defy the norm, have confidence to take on and put in the necessary effort to succeed at challenging tasks, make an optimistic orientation about succeeding now and in the future (higher psychological capital) and feel that they have a responsibility to make decisions that are in the long term interest of the organization (higher psychological ownership) which, in turn, lead to a decrease in employees deviant behaviors in organizations. Mayer and Gavin (2005) suggest that employees, who do not trust or are not satisfied with their leaders, will divert energy toward "covering their backs," thus adding support to the argument that many organizational level behavioral failures or undesirable attitudes and behaviors such as workplace deviance can be directly tied to a lack of support, trust and satisfaction between leaders and employees.
This study has a number of theoretical implications regarding benevolent leadership and interpersonal deviance. One theoretical implication is that social exchange theory appears to serve as useful theoretical lenses to understand why benevolent leadership relates to employee behavior in organizations. The findings of this study support predictions derived from social exchange theory suggesting that because benevolent leaders (department chairs in this study) are deemed trustworthy and fair, employees (faculty members) will be motivated to behave in ways that are desired by their leader. Specifically, they will aim to reciprocate obligations to their leader because they have received fair treatment and they know that engaging in behaviors in line with their manager will ultimately be rewarded. Thus, our findings are consistent with the central tenets of social exchange theory.
A second implication of this research is that it is important to extend theory on interpersonal deviance by incorporating psychological processes (psychological capital and ownership) as antecedents. although we did examine two theoretically relevant mediators and test their effects simultaneously, other mechanisms could help explain the relationship between benevolent leadership and employee deviant behaviors. For example, Deng and Chen (2013) found that both job satisfaction mediated this relationship. Future research might provide a more exhaustive test of other potential mediators such as supervisor support, dedication, and cohesion. Moreover, the results of this study suggest to investigate other situational and personal factors such as leader-member exchange relationship (Lian, Ferris, & Brown, 2012) , organizational politics (Basik, 2010) , organizational culture (Chan et al., 2008) , locus of control (Illies & Reiter-Palmon, 2008) , and self-monitoring (Tepper, 2007) in explaining benevolent leadership and employee deviant behaviors. The findings in this study may be sample-specific to Turkish higher education and in need of replication. In different settings, other situational factors, such as the type of industry in which an organization operates, or organizational climate, might become relevant. In developing theoretical explanations for the role of situational and personal factors, researchers are encouraged to consider aspects of the situation that are most important and relevant to the population under investigation.
Our study has several important practical implications for educational administrators such as faculty deans and department chairs. First, by showing psychological capital and psychological ownership as mediators, our results suggest that when determining how to reduce employee deviant behaviors, department chairs should consider the nature of the relationship they develop with their direct reports and how to raise faculty members' hope, optimism, selfefficacy and commitment levels. Once high levels of psychological capital and psychological ownership are achieved, faculty members are likely to have higher confidence to take on and put in the necessary effort to succeed at challenging tasks, have higher levels of identification with department chair and organization, make a positive expectation about succeeding, persist toward goals and, when necessary, redirecting paths to goals in order to succeed and put forth more effort, thereby lowering their deviant behaviors. Second, our findings also suggest that benevolent leadership may not only be appropriate but is also instrumental for the effective functioning of organizations. Specifically, our results demonstrate that benevolent leadership can have an impact not only on individual outcomes such as psychological capital and/or psychological ownership, but also on interpersonal deviance. Thus, organizations may find it useful to emphasize both leader and follower selection and training so that benevolent behaviors are exhibited by and rewarded in employees. Fortunately, successful programs that can be used to train employees to act in a just manner exist (Cole & Latham, 1997) . This sort of approach, aimed specifically at benevolent leadership principles, might increase not only employee performance, but also employee self-efficacy, leader-subordinate relationship quality, identification with the organization, and decrease counterproductive work behaviors.
Finally, taken together, our findings suggest that in order to reduce interpersonal deviance, it is in the best interests of organizations to have employees with high levels of psychological capital and ownership. In other words, employees with higher levels of psychological capital and ownership have lower interpersonal deviance. This study also suggests that organizations should carry out programs to train and increase managers' ability to lower employee deviant behaviors. Training programs can teach cross-cultural knowledge, communication skills, and so on. These programs will help managers learn how to deal with interpersonal relationships and how to self-manage.
The main strength of the investigation in this study was its multilevel research design. Most research on workplace deviance and benevolent leadership has been conducted within ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/ single organizations, precluding an assessment of the way in which contextual variables influence deviant employee behavior or benevolent leadership. The multilevel design was capable of capturing the complexity of individual behaviors by considering different contexts. A second strength was the use of an independent sample to measure interpersonal deviance. Measuring workplace deviance from a secondary source allowed us to minimize same-source bias. The best way to avoid or minimize any potential same-source bias is to collect measures for different constructs from different sources (Chang, van Witteloostuijn, & Eden, 2010) . Third, the use of a Turkish sample added to the growing literature examining interpersonal deviance and benevolent leadership in non-Western settings.
This study has potential limitations as well. First, this study only focused on the individual level to investigate the relationship between benevolent leadership and individual outcome (employee deviant behaviors); future studies should focus on different levels, such as the team level, to investigate the relationships among benevolent leadership, situational and/or personal mediators, and team outcomes. Future research also needs to examine the influence of national or organizational culture on the proposed relationships. Second, since we utilized a cross-sectional design in our study, conclusions about the direction of causality in our model cannot be drawn. Longitudinal research is needed, therefore, to firmly establish the direction of causality for the model presented here.
In summary, despite the importance of benevolent leadership and its effects in organizations, research investigating the potential mechanisms through which benevolent leadership influences workplace deviance has been lacking. This study makes an important contribution by examining how and why benevolent leadership is more effective in lowering employee deviant behaviors by highlighting the importance of psychological processes (psychological capital and ownership). Thus, we provide a more complete picture on how to translate benevolent leader behavior into follower action such as lower employee deviant behaviors. We hope the present findings will stimulate further investigations into the underlying mechanisms and the conditions under which benevolent leadership relates to various individual and group outcomes, including work engagement, organizational identification and workplace bullying. ISSN: 1300-5340 http://www.efdergi.hacettepe.edu.tr/ 124 ve iyimserlik bileşenlerinden oluşan psikolojik sermaye ile bulundukları bölümleri psikolojik yönden sahiplenmeleri, kendilerini üniversiteleri ile özdeşleştirmelerini ifade eden psikolojik bir durum" olarak ifade edebileceğimiz psikolojik sahiplik düzeylerinin artması için eğitim programları düzenlenip, ödül ve teşvikler kullanılabilir. Akademik personel seçim ve performans değerlendirilmesinde yine yüksek psikolojik sermaye ve psikolojik sahiplik potansiyeline sahip olabilecek adaylar daha olumlu değerlendirilebilir.
